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NO. 1, SPRING 1995 
NO. 2, SUMMER 1995 
NO. 3, FALL 1995 
NO. 4, WINTER 1995 


A 


ABC prioritizing categories, 300-301 

Academic programs. See HRD certificate 
programs 

Academy of Human Resource Develop- 
ment: anhedonia and, 240-241; growth 
and, 241; HRD and, 241; partnership 
building by, 241-242; revitalization and, 
240-242 

Action research, 228-229 

American Society for Training and Devel- 
opment (ASTD), 91, 95, 242 

Analysis for Improving Performance: Tools for 
Diagnosing Organizations and Document- 
ing Workplace Expertise, reviewed, 
235-238 

Anderson, J. S., “Outcome Comparisons of 
Formal Outplacement Services and 
Informal Support,” 275-288 

Anhedonia: Academy of Human Resource 
Development and, 240-241; antidote to, 
240; defined, 239; organizational, 
239-240; revitalization and, 240 

Antonioni, D., “Problems Associated with 
Implementation of an Effective Upward 
Appraisal Feedback Process: An Experi- 
mental Field Study,” 157-171 

Appraisal. See Upward appraisal 

Argyris, C., HRD scholarship of, 29-31; 
Knowledge for Action: A Guide for Over- 
coming Barriers to Organizational Change, 
reviewed, 227-230 

Armed Services Vocational Aptitude Battery 
(ASVAB), 330-331 

Articles: “College Graduates’ Experiences 
and Attitudes During Organizational 
Entry,” 59-78; “Dropouts’ Perceptions of 
Deterrents to Course Completion in an 
On-Site GED Program,” 375-382; “Man- 
agement Training: An Impact Theory,” 
79-90; “Managerial Behaviors and Work 


Group Climate as Predictors of 
Employee Outcomes,” 173-205; “Out- 
come Comparisons of Formal Outplace- 
ment Services and Informal Support,” 
275-288; “Partnerships for Training 
Transfer: Lessons from a Corporate 
Study,” 263-274; “Problems Associated 
with Implementation of an Effective 
Upward Appraisal Feedback Process: An 
Experimental Field Study,” 157-171; 
“The Role of Human Resource Develop- 
ment in Successful Small to Mid-Sized 
Manufacturing Businesses: A Compara- 
tive Case Study,” 355-373; “Team Build- 
ing: An Experimental Investigation of the 
Effects of Computer-Based and Facilita- 
tor-Based Interventions on Work 
Groups,” 39-58 


Bassett, G., “The New Training: Operations 
Methods for High Performance,” 
297-307 

Baum, E., review by, 114-118 

Behavioral event interviewing (BEI), 333 

Berardinelli, P. K., “Management Training: 
An Impact Theory,” 79-90 

Bottlenecks, 299-300 

Brache, A. P., “Invited Reaction: Perfor- 
mance Improvement: A Methodology for 
Practitioners,” 35-38 

Brinkerhoff, R. O., “Partnerships for Train- 
ing Transfer: Lessons from a Corporate 
Study,” 263-274 

Bureaucracy: innovation and, 430; intelli- 
gent organization vs., 429-431 

Burk, J., “HRD and Decision-Making 
Styles,” 383-395 

Burrow, J. L., “Management Training: An 
Impact Theory,” 79-90 

Business. See Small/mid-sized businesses 


Cc 


Campbell, J., HRD scholarship of, 28-29 
Capacity analysis, 299-300 
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Carlson Learning Company, The Personal 
Profile Software System, reviewed, 
114-118 

Change: learning and, 422; organizational 
barriers to, 227; ional associations 
and, 220-221 

Chaos theory, 323-324 

Church, A. H., “Managerial Behaviors and 
Work Group Climate as Predictors of 
Employee Outcomes,” 173-205 

“Classification and Description of Human 
Resource Development Scholars, A,” 


“College Graduates’ Experiences and Atti- 
tudes During Organizational Entry,” 
59-78 

College students: organizational entry of 
(study), 64-76; research on, 62; social- 
ization of, 62, 75 

Communication: gender differences in, 
410; importance of, 409; nonverbal vs. 
verbal, 410-411; training and, 409. See 
also Feedback; Nonverbal communica- 
tion 

Competencies: criterion for testing, 330; 
debate about, 329; IQ tests and, 329; 
reasons to use, 329-330; simplifying 
model of, 329 

Competency identification: behavioral 
event interviewing method of, 333; com- 
petency-focused, 332-334; critical inci- 
dent method of, 332-333; developing a 
curriculum method of, 330; expert panel 
method of, 332-333; functional job 
analysis approach to, 330-331; job- 
focused, 330-332; methods of, 
330-334, recommendations for, 334; 
subject matter experts and, 330-332; 
task analysis method of, 330-331 

Competition: customer response and, 398; 
performance and, 397 

Competitive advantage, 13-14 

Competitive strategy, 13 

Competitiveness: learning organizations 
and, 406; manufacturing sector and, 
355-356, organizational, 13 

Computers: and qualitative research, 111. 
See also Group decision support systems 
(GDSSs), Software 

Congruence model of organizational 
behavior, 15-17 


Continuous quality improvement (CQI), 1, 
138, 422 

Control(s): charts, 24; involvement vs., 26; 
paradigm, 25-26, 37-38 

Cooke, N. J., “Measuring Mental Models: 
Choosing the Right Tools for the Job,” 
243-255 

Coscarelli, W. C., “HRD and Decision- 
Making Styles,” 383-395 

Cotter, A., “HRD and Decision-Making 
Styles,” 383-395 

Critical incident method, 332--333 


D 


Davenport, T., HRD scholarship of, 21-23 

Davy, J. A., “Outcome Comparisons of For- 
mal Outplacement Services and Informal 
Support,” 275-288 

Decision-making style: Arroba’s concept of, 
384-385; cognitive style and, 384; con- 
textual factors and, 384; Driver, 
Brousseau, and Hunsaker’s concept of, 
388-389; Harren’s concept of, 385-386, 
individual perspective on, 384-387; 
Johnson's concept of, 386-387; Jungian- 
based theories of, 390-393; McKenny 
and Keen's concept of, 387-388; Merrill 
and Reid’s concept of, 389-391; Mitroff 
and Kilmann’s concept of, 391-392; 
Myers-Briggs Type Indicator and, 
390-391; Nutt’s concept of, 392-393; 
Rowe and Mason’s concept of, 388; 
social perspective on, 387-390 

“Defining Competencies: A Critique,” 
329-335 

Developing a 
(DACUM), 330 

Developing countries: Japanese Manage- 
ment Training Program, 142-145 

DiBella, A. J., review by, 421-423 

Dillon Jones, L. S., “Management Training: 
An Impact Theory,” 79-90 

DiMarco, M., “Outcome Comparisons of 
Formal Outplacement Services and 
Informal Support,” 275-288 

“Dropouts’ Perceptions of Deterrents to 
Course Completion in an On-Site GED 
Program,” 375-382 


E 


curriculum method 


Economic order quantity model (EOQ), 
302 








Editorial: “Defining Competencies: A Cri- 
tique,” 329-335; “Impressions About the 
Learning Organizations: Looking to See 
What Is Behind the Curtain,” 119-122; 
“On the Possibility of Anhedonia De- 
veloping in the Academy,” 239-242; 
“Partnering in Human Resource Devel- 
opment,” 1-4 

Education: corporate, 264; levels in 
employees, 376; and qualitative/ethno- 
graphic research, 109-113; technical, 
257-258. See also GED programs 

80-20 rule, 300-301 

Employee outcomes: behavior/attitude rela- 
tionship and, 194-198; future research 
on, 200-201; global marketplace and, 
174; impact levels on, 175-179; indi- 
vidual behavior and, 174-175; manage- 
rial behavior and (study), 173-201; 
organizational context and, 191-194; 
performance and, 174; senior manage- 
ment and, 175-176; supervisors and, 
176-177; work group climate and, 177; 
workplace climate and, 177-178 

Employee Resource Training Center, 
Chevron USA, Inc., 92 

Employees: context training of, 370; despe- 
cialization of, 299; education levels of, 
376; expertise of, 236-236; high- 
involvement organizations and, 26-27; 
job loss of, 275; job satisfaction of, 60; 
job-search skills of, 277; new, organiza- 
tional entry (study), 64-76; operations 
responsibilities of, 297-298; outcomes 
and managerial behavior/work climate 
(study), 173-201; performance of new, 
60; productivity of, 24-25; QWL and, 
368; satisfaction of, 160, 173-177, 194; 
socialization of, 60-61, 75; training of, 
29; twenty-first century role of, 
236-237. See also Employee outcomes; 
Job/performer analysis; Outplacement 
programs 

End of Bureaucracy and the Rise of the intelli- 
gent Organization, The, reviewed, 
429-432 

Ethnography and Qualitative Research Design 
in Educational Research (2nd ed.), 
reviewed, 109-113 

Evaluating Training Programs: The Four Lev- 
els, reviewed, 317-320 

Evaluation, Kirkpatrick model of, 317-320 

Evers, F. T., review by, 231-234 


Expectancy theory, 26 
Experiential learning, 311-312 
Expert panel method, 332-333 


F 


Feature: “A Classification and Description 
of Human Resource Schol- 
ars,” 5-34; “Feedback Seeking Behavior: 
A Review of the Literature and Implica- 
tions for HRD Practitioners,” 337-349, 
“Invited Reaction: Comments on 
Madzar’s Article,” 351-353; “Invited 
Reaction: Comments on Strategic 
National Initiatives: Lessons from the 
Management Training Program of 
Japan,” 155-156; “Invited Reaction: The 
Little-Known Impact of U.S. Training 
Programs on the Japanese Quality 
Movement,” 149-153; “Invited Reaction: 
Measuring Mental Models—Thoughts 
on a Research Agenda,” 257-262; “In- 
vited Reaction: Performance Improve- 
ment: A Methodology for Practitioners,” 
35-38; “Measuring Mental Models: 
Choosing the Right Tools for the Job,” 
243-255; “Strategic National HRD Ini- 
tiatives: Lessons from the Management 
Training Program of Japan,” 123-147 

Feedback: checklist about, 296; communi- 
cation norms and, 341, 347; conse- 
quences and, 294; defined, 338; 
employee outcomes and, 175; error and, 
291; framework, 292; functions of, 290; 
goals/expectations and, 293-295; learn- 
ing-oriented individuals and, 346; locus 
of, 291; long-term effects and, 295; as 
moving target, 291; as naturally occur- 
ring, 292-293; negative, 289; other 
information and, 342-343, 353; out- 
come, 343, 345; people and, 291-292; 
performance focus and, 293-294; posi- 
tive, 289; process, 343, 345; purpose of, 
290-291; scenario for, 347; soliciting, 
295; specificity and, 294; suggestions for 
effective, 293-296; technical view of, 
289-29; technology and, 347; tradi- 
tional vs. new view of, 337-338; typolo- 
gies of, 342-343, 353; upward appraisal 
and, 159 

“Feedback About Feedback,” 289-296 

“Feedback Seeking Behavior: A Review of 
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the Literature and Implications for HRD 
Practitioners,” 337-349 

Feedback seeking behavior (FSB): ambigu- 
ity/uncertainty and, 338-339, benefits 
of, 338-339; contextual influences on, 
340, 352-353; cues and, 341-342; eval- 
uative audience and, 341, 347; feedback 
source credibility/variables and, 340; 
gender and, 345, 351; in groups, 344, 
347, HRD practice and, 345-347; 
impression and, 339-340, 
352; individual goal orientation and, 
340, 352; inquiry and, 342; manage- 
ment training and, 346; mentors and, 
342; monitoring and, 342; motivations 
for, 339-340, 352; newcomer informa- 
tion seeking and, 343-344, 347; 
obstruction of, 341-342; organization 
development and, 341, 346-347, orga- 
nizational norms and, 340; organiza- 
tional setting and, 338-339; past 
feedback and, 341, 352; performance 
feedback and, 342-343; premise of, 
337; self-esteem and, 339; social norms 
and, 341, 347; supervisors and, 341- 
342; tensions in, 352; training and, 345- 
346; trust and, 340-341; types of, 342 

15 percent rule, 312 

Ford, J. D., review by, 429-432 

Forum: “Feedback About Feedback,” 
289-296; “Gender-Specific Nonverbal 
Communication: Impact for Speaker 
Effectiveness,” 409-419; “HRD and 
Decision-Making Styles,” 383-395; 
“Human Resource Development: Perfor- 
mance Is the Key,” 207-213; “Learning 
by Association: Professional Associations 
as Learning Agents,” 215-226; “Manag- 
ing Learning for Performance,” 307-316; 
“The New Training: ions Methods 
for High Performance,” 297-307; “One 
Man's Time Warp Is Another (Wo)man’s 
Treasure: The Importance of Individual 
and Situational Differences in Shiftwork 
Tolerance and Satisfaction,” 397-407; 
“Status of HRD Certificate Program 
Development,” 91-99; “Training Across 
Cultures,” 101-107; 

Four-Level Evaluation Model (Kirkpatrick), 
317-320 

Francis, J. L., “Training Across Cultures,” 
101-107 

Functional job analysis (FJA), 330-331 


G 


Gaudet, C. H., “Status of HRD Certificate 
Program Development,” 91-99 

GED programs: cliques and, 378-379, 
dropouts’ perceptions of (study), 
376-382; gender and, 379, 381; major 
deterrents to, 380-381 

Gender: feedback seeking behavior and, 
345, 351; GED programs and, 379, 381; 
nonverbal communication nd, 
411-416; shiftwork and, 402 

“Gender-Specific Nonverbal Communica- 
tion: Impact for Speaker Effectiveness,” 
409-419 

Globalization: business hours and, 398; 
chaos theory and, 325-326; complex- 
ity/uncertainty and, 325; defined, 324; 
developing countries and, 326; forces 
driving, 324; management and, 
323-327; multiculturalism and, 325; 
organizational culture and, 325 

Grafting, 312 

Group decision support systems (GDSSs): 
advantages of, 40; and group perfor- 
mance improvement, 40; research on, 
43; team building and (study), 41-57; 
team-building applications of, 40-41 

Group(s): performance improvement mea- 
sures for, 40; research on small, 42 


H 


Hammer, M., HRD scholarship of, 20-21 

Holton, E. F., Ill, “College Graduates’ 
Experiences and Attitudes During Orga- 
nizational Entry,” 59-78 

HRD. See Human resource development 
(HRD) 

“HRD and Decision-Making Styles,” 
383-395 

HRD certificate programs (study), 92-99 

HRD practitioners: certificate programs for 
(study), 92-99; continuing education of, 
95; educational background of, 91; non- 
verbal communication skills of, 409, 
416-417; partnering by, 1; training pro- 
grams for, 75-76 

HRD programs: financial analysis of, 
427-428; image building of, 437-438; 
ROI measures and, 424-429 

HRD scholars: C. Argyris, 29-31; J. Camp- 
bell, 28-29; classification of, and perfor- 
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mance model, 10-31; T. Davenport, 
21-23; M. Hammer, 20-21; of job/per- 
former-level performance, 24-32; J. 
Juran, 23-24, E. E. Lawler Ill, 25-28; D. 
Nadler, 14-17; organization design and, 
14-17; organization management and, 
17-19; of organizational goals, 12-14; of 
organizational-level performance level, 
11-19, 31; M. Porter, 12-14; of process- 
level performance, 19-24, 31-32; 
process and, 20-21; service 
delivery systems and, 264; N. Tichy, 
17-19 

Hudson Institute, 101 

Human Performance System, of perfor- 
mance, 30 

“Human Resource Development: Perfor- 
mance Is the Key,” 207-213 

Human resource development (HRD): 
application areas of, 208; business suc- 
cess and, 369-371; common training 
platform and, 140-141; cultural diver- 
sity in workplace and, 101-102; defini- 
tion of, 208, 358; economic theory and, 
9; as ennobling activity, 241; govern- 
ment support and, 142; human resource 
wheel model and, 5—6; importance of, 
142; improving partnerships in, 2-3; 
individual differences and, 383; inte- 
grated work practices and, 365-367, 
369-370; intelligent organization and, 
432; internships, 2; Japanese Manage- 
ment Training Program and, 140-142; 
as major business process, 211; market 
niche and, 364-365, 369; mental mod- 
els and, 253-254; multidisciplinary 
nature of, 5—6; nine-performance-vari- 
able model and, 6-8; organization devel- 
opment and, 208; organizational 
effectiveness and, 356; organizational 
learning and, 309; partnering and, 1-3; 
performance and, 209-212; production 
improvement and, 356; psychological 
theory and, 9-11; quality of work life 
and, 367-370; as resources waste, 211; 
research, 2-3; in small/mid-sized manu- 
facturing firms (study), 357-372; spiri- 
tual process and, 242; systems theory 
and, 9; theoretical foundations of, 5, 
9-10, 208; training development and, 
208-209; upward appraisal and, 
168-170; as value-added/optional activ- 
ity, 211; values of, 208; views of, 207. 


See also HRD practitioners, HRD pro- 
grams; HRD scholars 

Human resource management (HRM), 
18-19 

Human resource wheel model, 5-6 


I 


Impact theory of management training: 
component analysis of, 83-86; study, 
81-89; validation of, 86-89 

“Impressions About the Learning Organi- 
zations: Looking to See What Is Behind 
the Curtain,” 119-122 

Impression management, 339-340 

In Action: Measuring Return on Investment 
(Vol. 1), reviewed, 424-429 

Innovation: bureaucracy and, 430; organi- 
zational keys to, 22; process, 22 

Intelligent organization: bureaucratic orga- 
nization vs. 429-431; HRD and, 432; 
intraprise system and, 429-430; respon- 
sibility and, 431-432 

Inventory management, 302 

“Invited Reaction: Comments on Madzar’s 
Article,” 351-353 

“Invited Reaction: Comments on Strategic 
National Initiatives: Lessons from the 
Management Training Program of 
Japan,” 155-156 

“Invited Reaction: The Little-Known 
Impact of U.S. Training Programs on the 
Japanese Quality Movement,” 149-153 

“Invited Reaction: Measuring Mental Mod- 
els—Thoughts on a Research Agenda,” 
257-262 

“Invited Reaction: Performance Improve- 
ment: A Methodology for Practitioners,” 
35-38 


J 


Jacobs, R. L., “Impressions About the 


Learning Organizations: Looking to See 
What Is Behind the Curtain,” 119-122; 
Structured On-the-Job Training: Unleash- 
ing Employee Expertise in the Workplace, 
reviewed, 320-323 

James, A. C., review by, 114-118 

Japan: management style in, 138-139; 
Management Training Program, 123- 
146 

Job instructor training (JIT), 321 
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Job loss: corporate restructuring and, 275, 
job-seeking skills and, 277; positive atti- 
tude and, 278, 284; self-efficacy and, 
278, 283-285 

Job Methods Training (JMT), 151 

Job search. See Outplacement programs 

Job/performer analysis: C. Argyris and, 
29-31; J. Campbell and, 28-29; control 
vs. involvement i and, 26; 
expectancy theory and, 26; high-involve- 
ment approach and, 26-27; industrial 

and, 28-29; E. E. Lawler Ill 
and, 25-28; learning and, 30-31; orga- 
nization/performer goals and, 25; per- 
formance improvement and, 25-31; 

ity and, 24-25 

Johnson, S. D., “Invited Reaction: Measur- 
ing Mental Models—Thoughts on a 
Research Agenda,” 257-262 

Jones, M. J., Structured On-the-Job Training: 
—- Employee Expertise in the 

, reviewed, 320-323 

ment HRD scholarship of, 23-24 

Just-In-Time (JIT) model, 302 


K 


Kaman, V. S., review by, 109-113 

Kirkpatrick, D. L., Evaluating Training Pro- 
grams: The Four Levels, reviewed, 
317-320 

Knowledge: acquisition, 311-313; cogni- 
tive, 311; grafting and, 312; metacogni- 
tion and, 261; performance and, 
253-254; strategic, 261 

Knowledge for Action: A Guide for Overcom- 


Knowledge work, 237 

Kotrlik, J. W., “Status of HRD Certificate 
Program Development,” 91-99 

Kuchinke, K. P., “Managing Learning for 
Performance,” 307-316 


L 


Lawler, E. E., 
25-28 

Leadership: organizational culture and, 
176; practices, 181-182, 191; 
training/feedback, 175; 

Learning: adaptivity and, 304; adult, the- 
ory, 102-104; barriers to, 228; change 


Ill, HRD scholarship of, 


and, 310, 422; conditions affecting, 
roles, 221-223; continuous nature of, 
309; cultural dimensions of, 102-104; 
definition of, 218, 223; expertise and, 
209; experiential, 102, 311-312;15 per- 
cent rule and, 312; formal, 218; individ- 
ual, and organizational performance, 
120-121; informal, 215, 218, 219; men- 
tal models and, 258; Model I/Model II 
behavior and, 228; operations manage- 
ment and, 303; performance and, 209; 
problem solving and, 121; professional 
associations and, 219-221; productivity 
and, 91; single-/double-loop, 30-31; 
team, 422; technical, 257-258; Uncer- 
tainty Avoidance/Power Distance and, 
104; vicarious, 312; work and, 322. See 

“Learning by Association: Professional 
Associations as Learning Agents,” 
215-226 

Learning curve theory, 302-304 

Learning organization: authoritarian model 
vs., 308; cautions about, 307; character- 
istics of, 308; competitiveness and, 406; 
definitions of, 119-120, 422; deliberate 
concept of learning and, 308-309; indi- 
vidual/organizational outcomes and, 
120-121;  metaphor/concept of, 
422-423; organizational performance 
and, 120-121; organizational learning 
theory vs., 308; origins of, concept, 
307-308; performance improvement 
and, 309; sculpting of, 421; theory of, 
120 

LeCompte, M. D., Ethnography and Qualita- 
tive Research Design in Educational 
Research (2nd ed.), reviewed, 109-113 


M 


McClernon, T. R., “Team Building: An 
i Investigation of the Effects 
of Computer-Based and Facilitator-Based 
Interventions on Work Groups,” 39-58 
McLagan, P. A., review by, 235-238 
McLean, G. N., “Partnering in Human 
Resource Development,” 1-4 


Madzar, S., “Feedback Behavior: A 
Review of the Literature and Implica- 
tions for HRD Practitioners,” 337-349 

Management: employee outcomes and 
(study), 173-201; globalization and, 
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323-327; interventions and training 
transfer (study), 263-273; Japanese 
training program for, 123-146; training 
transfer and, 266, 269-271. See also 
Human resource management, Manage- 
ment style; Management Training Pro- 
gram (MTP, Japan); Operations 
methods; Organization management 
Management style: continuous improve- 
ment, 138; employee attitudes and, 177; 
Japanese Management Training Program 
and, 136-140; plan-do-see, 139 
Management training: feedback seeking 
and, 346; impact theory of (study), 
81-89; theoretical issues in, 89 
“Management Training: An Impact The- 
ory,” 79-90 

Management Training Program (MTP, 
Japan): armed forces management train- 
ing and, 152; background of, 125-126; 
cascading instructor training and, 152; 
common training platform and, 
140-141; country-specific adaptations 
of, 143; design/course structure of, 126; 
developing countries and, 142-145; 
early history of, 127-129; first course of, 
129-136; government support of, 142; 
grass-roots quality and, 151; human 
resource development and, 140-142; 
influence of, on Japanese management 
style, 136-140; job instruction training 
and, 132-133; job methods training 
and, 133-134; job relations training 
and, 134-135; management orthodoxy 
and, 151; management training/educa- 
tion implications of, 151-152; organiza- 
tion/management theory and, 131-132; 
origins of, 123-125; principles vs. doing 
and, 151-152; quality movement and, 
150-151; revision/modernization and, 
152; revisions to, 136; standardization 
vs. instructor initiative and, 152; success 
of, outside Japan, 140; top management 
involvement in, 144-145; Training 
Within Industries programs and, 
149-152; U.S. Air Force and, 123-125, 
128, 130, 132; values of, 144 
“Managerial Behaviors and Work Group~ 
Climate as Predictors of Employee Out- 
comes,” 173-205 

Managers: basic operations training of, 
298; behavior of, and employee out- 
comes (study), 173-201; ethical behav- 


ior of, 194-196; feedback and, 159; 
feedback training of, 346; janitorial, 158; 
operations responsibilities of, 297-298; 
performance improvement and, 6, 12; 
performance appraisal skills of, 158; per- 
formance measures and, 346; process- 
level ing of, 13; subordinates’ 
feedback on, 157-158; supervisors of, 
158; supervisory behavior of, 159, 168; 
upward appraisal and (study), 157-170; 
walking the talk by, 175 

Manager’s Guide to Globalization: Six Keys to 
Success in a Changing World, A, reviewed, 
323-327 

“Managing Learning for Performance,” 
307-316 

Manufacturing firms, HRD in (study), 
357-372 

Marsick, V. J., Sculpting the Learning Orga- 
nization: Lessons in the Art and Science of 
Systemic Change, reviewed, 421-423 

“Measuring Mental Models: Choosing the 
Right Tools for the Job,” 243-255 

Mental model measures: comparison of, 
246, 251-252; high-technology work- 
places and, 243-246, predictiveness of, 
248-251; training programs and, 245; 
troubleshooting performance and 
(study), 246-254; vagueness of, 245 

Mental models: causal, 258-259; complex 
equipment and, 244-245; defined, 244, 
258; episodic, 259; high-technology sys- 
tems and, 244; HRD and, 253-254; 
knowledge area of, 248, 252-253; prob- 
lem space construction and, 259-260; 
research issues about, 253; training pro- 
grams and, 244-245; troubleshooting 
performance and, 248-253, 259 

Metacognition, 261 

Montesino, M. U., “Partnerships for Train- 
ing Transfer: Lessons from a Corporate 
Study,” 263-274 

Morrison, E. W., “Invited Reaction: Com- 
ments on Madzar’s Article,” 351-353 

Mott, V. W., review by, 227-230 

Myers-Briggs Type Indicator (MBTI), 383, 
390-391 


N 


Nadler, D., HRD scholarship of, 14-17 
“New Training: Operations Methods for 
High Performance, The,” 297-307 
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Newstrom, J. W., review by, 317-320 

Nickols, F. W., “Feedback About Feed- 
back,” 289-296 

Nine-performance-variable model: HRD 
scholars and, 10-31; HRD theory stool 
and, 10; performance levels and, 7; per- 
formance variables and, 7-8 

Nonverbal communication: decoding of, 
415-416; defined, 410; eye contact and, 
413-414, feelings/emotions and, 411; 
future research on, 416-417, gender dif- 
ferences in, 411-416; kinesics and, 414; 

ics and, 415; smiling and, 

413-415; studies of supervisors’, 410, 
verbal communication vs., 410-411 


oO 


“On the Possibility of Anhedonia Develop- 
ing in the Academy,” 239-242 


On-the-job training (OJT): defined, 
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